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1.0 PURPOSE:

2.0

3.0

4.0

5.0

The purpose of this policy is to reaffirm the Environmental Management, Consolidated
Business Center’s (EMCBC) responsibility in maintaining a workplace free from sexual
harassment and other forms of unlawful harassment, and to ensure that all managers,
supervisors, and employees are aware my personal commitment to this goal.

SCOPE:

The Department of Energy recognizes that sexual harassment and other forms of
harassment are unlawful employment practices in violation of Title VI of the Civil Rights
Act of 1964. The EMCBC does not tolerate sexual harassment or any other forms of
unlawful harassment and is responsive to facts that the behavior is unacceptable conduct
that undermines the integrity of the workplace, lowers morale, causes potential liabilities,
and is counter-productive to the success of the EMCBC.

APPLICABILITY:
All EMCBC staff members will adhere to this policy.
REFERENCES:

4.1 Title VII of the Civil Rights Act of 1964,

4.2 Title 29 CFR, Part 1604.11;

4.3 Public Law 102-166, the Civil Rights Act of 1991

4.4 Department of Energy Prevention of Harassment (Including Sexual Harassment) and
Retaliation Policy Statement

DEFINITION:

5.1 Harassment is any unwelcome verbal, written, or physical conduct that either
denigrates or shows hostility or aversion towards a person on the basis of race, color,
national origin, religion, sex, sexual orientation, disability, or age that: 1) has the
purpose or effect of creating an intimidating, hostile, or offensive work environment;
2) has the purpose or effect of unreasonably interfering with an employee’s work
performance; and/or 3) affects an employee’s employment opportunities or
compensation.



5.2

PS-311-02, Rev. 1

Sexual harassment is defined as unwelcome verbal or physical sexual behavior that is
either severe or pervasive, including but not limited to unwelcome sexual advances,
request for sexual favors, physical conduct of a sexual nature, or other similar
behavior when: 1) submission to or rejection of such conduct is made either explicitly
or implicitly a term or condition of an individual’s employment; 2) submission to or
rejection of such conduct by an individual is used as the basis for employment
decisions affecting the individual; or 3) conduct has the purpose or effect of
unreasonably interfering with an individual’s work performance, or creating an
intimidating, hostile, or offensive working environment. Sexual harassment is not
limited to prohibited conduct by a male employee toward a female employee. A
male, as well as a female, may be the victim of sexual harassment. Likewise, sexual
harassment is not limited to members of the opposite sex. Same-sex employees may
be the victim of sexual harassment. Similarly, sexual harassment is not limited to the
actions of a supervisory employee toward a non-supervisory employee; the harasser
may be an agent of the employer, a supervisory employee who does not supervise the
victim, a co-worker or even a non-employee.

6.0 RESPONSIBILITIES:

6.1

6.2

6.3

Every EMCBC employee has the right to work in an environment free from unlawful
harassment and retaliation. Any EMCBC employee engaging in harassing or
retaliatory behavior (including sexual harassment) that is in violation of the law or
this policy is subject to disciplinary action, which may include suspension or
dismissal.

Supervisory employees are responsible for informing their respective management of
any conduct that they know or have been informed that may constitute harassment
(sexual or non-sexual) within the EMCBC and its Customer Sites. Supervisory
employees who have knowledge of an act of possible harassment should contact the
EMCBC Office of Civil Rights and Diversity (OCRD) for guidance and support in
resolving the matter. In addition, supervisors shall be responsible for taking
immediate and appropriate corrective action, including disciplinary action, with
respect to any matter involving an allegation of harassment, as advised by the OCRD,
the Office of Human Resources and the Office of Legal Services.

Employees who feel they are victims of sexual harassment or other forms of
harassment or who have knowledge of an act of possible harassment are encouraged
to seek assistance from the EMCBC OCRD, their supervisor, or their Employee
Concerns representative. In addition, employees who take action to report or stop
prohibited harassment (sexual or non-sexual) are legally entitled to be free from
retaliation. Retaliation is a form of discrimination where an employee is subjected to
an adverse employment action or harassment that creates a hostile or abusive work
environment, solely because he or she opposed an unlawful employment practice.
“Opposing” an unlawful employment practice includes filing a charge of
discrimination, participating in an investigation, proceeding or hearing, or taking
other, similar action in opposition to the unlawful practice.
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6.4 Therefore, it is the policy of the EMCBC to provide a workplace free of sexual
harassment and other forms of unlawful harassment and you may exercise your rights
through the EEO Complaint Process and seek assistance of the OCRD.

GENERAL INFORMATION

For more information regarding sexual harassment or other forms of unlawful harassment
in the workplace, or information on how to file an EEO Complaint, you may contact the
Office of Civil Rights and Diversity or visit the web address at:
http://www.emcbc.doe.gov/dept/diversity/complaint.php.
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